Private university lecturer's professional commitment in Jakarta by Permatasari, Marisa et al.




64 | P a g e  
 
International Journal of Human Capital Available online at 
Management http://journal.unj.ac.id/unj/index.php/ijhcm 
E-ISSN 2580-9164  






Private University Lecturer’s Professional Commitment In Jakarta 
 
Marisa Permatasari  














This study aims to analyze the effect of transformational leadership, academic culture, self – 
engagement on lecturer’s professional commitment of private university in Jakarta. A quantitative 
approach were used in the study. Data were analyzed from 212 lecturers of B-Accreditation 
private universities in Jakarta using Structural Equation Modelling (SEM). The findings delivers 
two things; First, there were positive and significant effect of transformational leadership on 
lecturer’s professional commitment; self – engagement on lecturer’s professional commitment; 
transformational leadership on academic culture; academic culture on self – engagement. Second, 
there were no significant effect of academic culture on lecturer’s professional commitment; 
transformational leadership on self – engagement. 
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Education shaped the way of people contribute to the development of a nation  and it can 
be achieved through an education institution (Awang, Ahmad, & Zin, 2010). A success higher 
education institution is capable of providing the best teachings, researches and services in order to 
satisfy the student needs and form the best student graduates (Endro, Budiyanto, & Suhermin, 
2017; Siregar, Lumbanraja, & Salim, 2016; Xiao & Wilkins, 2015). One of the key players is the 
educator or lecturer who contributes their teachings and researches by keep updating their 
knowledge and delivers it best for their students (Awang et al., 2010; Gupta & Nain, 2015). As 
Dorenkamp and Ruhle (2018) stated that lecturer needs to fulfilled their academic duties such as 
research, teaching, publishing papers and also community service. In Indonesia, these academic 
duties are commonly known as “Tridharma Perguruan Tinggi”. In order to achieve the ideal 
performance of Tridharma Perguruan Tinggi, a lecturer has to be an excellent lecturer. Wood and 
Su (2017) emphasized that an excellent lecturer is someone who is committed and dedicated to 
their profession. A lecturer who has a low level of professional commitment meaning that they 
have low feeling of attachment and appreciation towards their profession (Jabeen, Khan, & Islam, 
2019). Shukla (2014) mentioned that teaching is not just an occupation but there is more to it for 
a bigger picture, therefore a lecturer needs to have a professional commitment; it is a feeling of 
dedication towards their profession. Professional commitment of lecturer has been recognized as 
one of the most important factor for the future success of education and its institution (Thoker, 
2017). Professional commitment reflecting the person’s attitude to their profession, and usually a 
person whose committed their profession, they motivate themselves in order to keep up with their 
profession development (Mitchell, Boyle, & Von Stieglitz, 2018; Shoaib & Khalid, 2017).  
Over the years, lecturer’s professional commitment had not been fulfilled ideally. As it is 
shown by Widawati, Styani dan Nadya (2010) in their study of professional commitment of 
lecturers in a university which had found that 70% of lecturers were commited to their teaching 
duties, 19% were commited to their research duties and the rest were the community service. 
Another study also concluded that the performance of lecturer’s Tridharma Perguruan Tinggi was 
majorly in teaching but only acquired a fair result on research and community service (Bungai & 
Perdana, 2018; Istambul, 2019; Nur’aeni, 2011). A similar result was obtained by a pre-survey 
conducted through a sample of 35 lecturers from B-accreditation higher education institution in 
Jakarta regarding the fulfillment of Tridharma Perguruan Tinggi and the results found that 67% of 
lecturers were not fulfilled their research and publishing papers duties, 51.7% were not fulfilled 
their community service duties and lastly 35.5% were not fulfilled their teaching duties. According 
to those studies above, it revealed that most of lecturers were only focused on their teaching duties 
because it is the most basic duty to carry out and the proportion provided by the campus is heavier 
to teaching compared to the research duties and community service duties that were not done 
optimally, It was due to some aspects such as they find it difficult in doing it, the campuses does 
not support to facilitate research or community service, it is quite costly and also it is not a priority 
for them because being a lecturer is considered as a secondary profession. 
Professional commitment reflecting their work performance where they need to have 
creative thinking, innovation and contribute their knowledge and values for the development of 
their students (Shahdan, Ghani, & Elham, 2012). There are other factors that may contribute to 
this professional commitment of lecturer matter. Due to that, leadership style may play a role to 
enhancing the commitment of individuals in their institution (Ochugudu, Ipuele, & Aondoaseer, 
2013). Transformational leadership style may facilitate lecturer commitment and capacities to 
reach the goals through the leader behavior such as setting clear direction, brings charisma, 
motivation, inspiration, developing people and redesigning the organization to fulfilled the 
lecturers’ needs (Para-González, Jiménez-Jiménez, & Martínez-Lorente, 2018; Selamat, Nordin, 
& Adnan, 2013). A study by Islam (2019) revealed a direct significant and positive effect of 
transformational leadership on lecturer’s professional commitment; it is believed that 
transformational leader formed the lecturer’s commitment and encouraged them to contribute to 
their fullest potential for the development of education institution. On the other hand, Darmawati 
(2013) established an insignificant effect of leadership on professional commitment.  
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 Academic culture also may have an effect on professional commitment, a regression 
analysis study by Setyaningsih (2017) concluded a significant effect academic culture on 
professional commitment of university lecturers. Another path analysis study on private higher 
education institution lecturer by Murniarti (2014) stated a significant and positive effect of 
academic culture on work commitment. On the contrary, Awan, Mahmood dan Idrees (2014) based 
on their ANOVA result discovered insignificant effect of culture on commitment. Academic 
culture creating the system of work that built on norms, value, organization standards and rules 
(Dirwan, 2015). 
As it is stated by Yalabik, van Rossenberg, Kinnie and Swart (2015) on their regression 
analysis study which had concluded a significant and positive effect of engagement towards 
professional commitment. A similar result by Hanaysha (2016) using Structural Equation 
Modelling analysis, confirmed a significant and positive effect of employee engagement on 
organizational commitment. Being a lecturer is being engaged to a profession that need the 
person’s dedication, vigor, patience and their willingness to share their knowledge and educate 
other. Those positive attitude will brings the best to put deeper in their academic duties as well as 
to shape their commitment towards their profession (Arifin, Troena, Djumahir, & Rahayu, 2014).  
On the basis of past studies, this present study was undertaken to examine and analyze the effect 






According to Shukla (2014) professional commitment is a person’s willingness to dedicate 
themselves to their profession. Furthermore, Becker, Kernan, Clark and Klein (2018) defined 
professional commitment as one’s motivation by putting their best ability and skills in order to 
develop their professional growth. Gill dan Kaur (2017), professional commitment is the degree 
of person’s acceptance and involvement to the profession by putting their best effort to develop 
their teaching profession. More over Arjunan and Balamurugan (2013) explained professional 
commitment is an enthusiasm to involve in the work related; in this case is to be involved in 
teaching and their aspects. Shamina (2014), professional commitment of lecturer is a person’s 
belief in the teaching goals and values, dedicated efforts and the desire to maintain their teaching 
membership. According to Thoker (2017), professional commitment of lecturer is define as one’s 
feeling of dedication towards their teaching profession which not only encouraged for the 
development of the students but also their professional growth. Attri dan Devi (2017) revealed that 
professional commitment can be improved through activities that support teaching professionalism 
such as seminars, workshop, conference, research, compensation and also work environment. Cho 
dan Huang (2012) mentioned professional commitment encouraged person’s belief and acceptance 
regarding the teaching profession therefore it boost efforts to carry out the duties of the profession 
and loyalty to the profession. Tansakul (2015) stated that these aspects such as value, dignity, 
responsibility, willingness, benefit and alternative are reflecting the profession commitment. 
Overall, professional commitment of lecturer is the person’s (lecturer) willingness to perform and 
have a certain attitude to fulfilled their duties and responsibilities.  
 
Transformational leadership 
Leadership take part as a key role in the organization to achieve goals. As it is defined by 
Yukl (2013), transformational leadership is a leadership process that driven the moral values of 
followers in certain ways to work beyond its capabilities. According to Northouse (2016), 
transformational leadership is a process that influence the followers by emphasizing emotions, 
values, ethics and encouraged them to reach their full potential to work their best in achieving 
common goals. Moreover, Kabeyi (2018) defined transformational leadership as a people-oriented 
leadership where the leader inspired followers to contribute their best to achieved common goals. 
Furthermore, Ng (2017) defined transformational leadership as a leader that were able to 
strengthen the followers’ morale by giving them the meaning and belief to do the work at their 
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best in achieving goals. Black (2015) revealed in the education domain, deal with changes is 
inevitable, transformational leadership approach is appropriate for this matter rather than 
transactional leadership. Li and Shi (2008) in Yu (2013) mentioned that transformational 
leadership are morale modeling, visionary, charisma and individualized consideration.  Effective 
leadership has elements such as vision and goals, hands-on leadership, improvement and learning, 
work details and big picture (Black, 2015). Overall, transformational leadership is a leader who 
inspire and motivate their followers in order to deals with change and enhance their work 
performance.   
 
Academic culture 
According to Schein and Schein (2017), culture is  a collection of routines, norms and rules 
which to be used as a guidance and behavior boundary. As with organizations in general, higher 
education institution such as university which is academically based organization will also faced 
with changes that occurs and university will facilitate learning to deal with the changes over time 
which known as academic culture (Pielmus, 2016). Therefore, academic culture can be define as 
shared belief, values, symbols, norms, routines and procedures which spawn from generations in 
the university (Pielmus, 2016). Moreover, Brick (2012) revealed that academic culture is the 
behavior, values and attitude presented by the academic society in the academic environment. 
Academic culture is the rules, norms, values, beliefs and practices that form and guide the behavior 
patterns of people in the university environment when carrying out academic activities such as 
teaching and learning, research, assessment and administration (Nayak & Venkatraman, 2010; 
Sutjipto, Hidayat, & Elizabeth, 2014; Szelényi & Rhoads, 2013). According to Nikmah (2015) 
academic culture is universal culture that carried out the positive values of individual in their 
involvement to the academic activities. Moreover, Shen and Tian (2012) defined academic culture 
as the process of academic activities in the university such as teaching, research, talent 
development and cultural exchange which can be characterized in academic outlook, academic 
spirit, academic ethic and academic environment. Furthermore, Sułkowski (2016) stated that 
academic culture is the values, standards and academic society norms that creates the shared 
identity in the university. Overall, academic culture is a set of values and norms of the academic 
society when carry out and develop teaching and research which can become the shared identity. 
 
Self – engagement  
Engagement believed to be the key to understanding the effectiveness of human resources 
practices can support the performance enhancement of individuals and organization to the next 
level (Truss, Shantz, Soane, Alfes, & Delbridge, 2013). An engaged individual will shown 
enthusiam, motivation and passion in doing their work. As stated by Saks and Gruman (2014) 
engagement is the person’s willingness to dedicate themselves physically, cognitively and 
emotionally in their work. Referring to Rich, Lepine dan Crawford (2010), engagement is 
individual whose fully put themselves in their work physically, cognitively and emotionally. It 
assumed that lecturer willingly to put themselve deep in their teaching, research and any other 
academic activities. An engaged individually will give their best contribution to their duties and 
responsibilities in order to enhance the organization performance (Colquitt, Lepine, & Wesson, 
2013; Jakubik & Vakkuri, 2015). Moreover, Klassen, Yerdelen and Durksen (2013) says lecturer 
who engaged will doing their duties by engaging cognitively, emotionally and their social 
interaction with the students or any other peers. Overall, self – engagemen is the individual actions 
in carrying out their duties and obligations with full responsibility shown by enthusiasm, 
dedication and socializing. 
 
Past studies indicated that transformational leadership had a significant and positive effect 
on professional commitment (Almutairi, 2015; Endro et al., 2017; Yu, 2013). Transformation 
leadership encourage followers to contribute and collaborate to increase to workflow in order to 
achieve goals (Northouse, 2016); Committed individual able to contribute to their work or 
profession effectively in order to achieve the organization goals and development (Yahaya & 
Ebrahim, 2016). This means that transformational leadership can enhance the levels of 
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professional commitment among followers and creating a positive work outcome in achieving the 
common goals. Based on the discussion made above, the following proposed hypothesis: 
 
H1: Transformational leadership has positive effect on professional commitment.  
 
Past studies indicated that academic culture had a significant and positive effect on 
professional commitment (Al-Sada, Al-Esmael, & Faisal, 2017; Azizollah, Abolghasem, & 
Mohammad Amin, 2015; Setyaningsih, 2017; Zhu, Devos, & Li, 2011). Teaching performance, 
supervising and research along with other aspects in academic environment shaped the academic 
culture of an education institution (Rosser & Tabata, 2010). Professional commitment represent 
the person’s willingness to contributed and devoted to their profession (Shoaib & Khalid, 2017). 
Forming a positive work system of teaching and research may encourage lecturers to keep up with 
their duties optimally. This means that academic culture can enhance professional commitment. 
Based on the discussion made above, the following proposed hypothesis: 
 
H2: Academic culture has positive effect on professional commitment 
 
Past studies indicated that self – engagement had a significant and positive effect on 
professional commitment (Chandel, 2019; Eghlidi & Karimi, 2016; Halbesleben, 2010; Hanaysha, 
2016; Nazir & Islam, 2017; Ogbuanya & Chukwuedo, 2017; Yalabik et al., 2015). Engagement 
creates a harmony relationship between the individual and their work. Individual who engaged 
will contribute their best performance. This means engagement is able to boost individual’s 
commitment. Therefore, based on the discussion, the following hypothesis presented:  
 
H3: Self – engagement has positive effect on professional commitment 
 
Past studies indicated that transformational leadership had a significant and positive effect 
on academic culture (Akhtar, Jalil, Farooq, Afzal, & Awan, 2010; Awan et al., 2014; Purwana, 
2015). Transformative leader are willingly to involve themselves in the organization and leads to 
a greater level with the right decision and direction. This means, transformational leadership can 
form the culture of positive values. With this discussion, the following hypothesis presented: 
 
H4. Transformational leadership has positive effect on academic culture 
 
Past studies indicated that transformational leadership had a significant and positive effect 
on self – engagement (Arifin et al., 2014; Bae, Song, Park, & Kim, 2013; Raja, 2012; Tims, 
Bakker, & Xanthopoulou, 2011). Transformational leadership motivates and inspires followers to 
contribute their best value thus it encourage the followers to be engaged to their duties (Tims et 
al., 2011).  This means transformational leadership can enhance the individual to be engage 
through their inspiration and motivation. Based on the discussion, the following hypothesis 
proposed: 
 
H5. Transformational leadership has positive effect on self – engagement  
 
Past studies indicated that academic culture had a significant and positive effect on self – 
engagement (Arifin et al., 2014; Suharti & Suliyanto, 2012). Academic culture is a self-identity in 
a academic environment that is formed from the structure, vision, mission, decision making, 
governance, teaching and research which aids adapting to change, increase effectiveness and 
competitive advantage (Coman & Bonciu, 2016; Lacatus, 2013). Engagement is person’s 
eagerness to focus on the work and duties in his/her best performance in order to enhance 
organizational effectiveness and performance organisasi (Colquitt et al., 2013; Jakubik & Vakkuri, 
2015). This means culture defines the individual’s behavior value in the organization which can 
enhance the engagement. Therefore, based on the discussion, the following hypothesis presented: 
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This study followed the quantitative approach for its methodology and data collection. The 
survey issued totally 248 questionnaires and received 216 questionnaires. And by eliminating the 
questionnaires whose answer are not serious therefore it used the effective questionnaires of 212.  
The questionnaires used for collecting data for this study were measured on a five-point Likert 
scale ranging from 1 “strongly disagree” to 5 “strongly agree. To measure professional 
commitment, were adapted from Tansakul, Kamata, Patarapichayatham, and Kanjanawasee 
(2015) consist of 6 (six) dimension. Transformational leadership were adapted and combined from 
Li and Shi (2008) and Black (2015) consists of 4 (four) dimension . Then, academic culture were 
adapted from Shen and Tian (2012) consists of 4 (four) dimension. Lastly, self – engagement were 
adapted from Klassen, Yerdelen dan Durksen (2013) consists of 4 (four) dimension. The collected 
data was then analyzed using IBM SPSS 25 and Structural Equation Modelling (SEM) on IBM 
AMOS 23. SEM is used due to it is regarded as a powerful statistical technique to generate more 
accurate and reliable findings as it was emerged as a new generation tools compared to previous 
studies. 
 
RESULT AND DISCUSSION 
 
Result 
The descriptive statistics of respondents indicated that females were accounted for 56% of 
total response while males represented at 44%. Moreover, the demographic result indicated that 
1% fall in the age group less than 25 years, 28 % were 25 – 35 years, 33% were 36 – 45 years, 
23% were 46 – 55 years, 14% were 56 – 65 years and 2% were 65 years and above. On the 
education background demographic indicated that 77% had master degree and 23% had doctorate 
degree. And lastly, it was also found that 30% had working experience less than 5 years, 38% had 
experience 6 – 15 years, 22%  has experience 16 – 25 years and 10% had experience more than 25 
years.  
 
Structural Equation Modelling (SEM)  
The structural model fit test has indicated that it had met the fit criteria such as CMIN/DF 
1,095; CFI 0.978; RMSEA 0.021; PClose 1.000. However, it was also found that there were non 
– significant direct effect of H2 and H5.  
 
H2. Academic culture on lecturer’s professional commitment 
 
The C.R value of academic culture on lecturer’s professional commitment was -0.726 (≤ 
1.96) and p value ≥ 0.05, therefore it can be said this hypothesis was rejected or there was no effect 
of academic culture on lecturer’s professional commitment.  
 
H5. Transformational leadership on self – engagement  
 
The C.R value of transformational leadership on self – engagement was 1.522 (≤ 1.96) and 
p value ≥ 0.05, therefore it can be said this hypothesis was rejected or there was no effect of 
transformational leadership on self – engagement.  
 
Referring to Lomax (2010), an adequate model fit with non-significant relation had a slight 
meaning.  Therefore, it is necessary to modify the model by trimming the non-significant relation 
and do another model fit test for the modified model.  
 
Modified model fit 
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The modified model fit test had also met the fit criteria such as CMIN/DF 1,101; CFI 0.976; 
RMSEA 0.022; PClose 1.000and it was found that the rest of the relation were significant as it was 





Figure 1: Modified model fit 
 
 
H1. Transformational leadership on lecturer’s professional commitment 
 
The C.R value of transformational leadership on lecturer’s professional commitment was 
2.446 (≥ 1.96) and p value ≤ 0.05, therefore it can be said this hypothesis was accepted or there 
was an effect of transformational leadership on lecturer’s professional commitment.  
 
H3. Self – engagement on lecturer’s professional commitment 
 
The C.R value of self – engagement on lecturer’s professional commitment was 3.267 (≥ 
1.96) and p value ≤ 0.05, therefore it can be said this hypothesis was accepted or there was an 
effect of self – engagement on lecturer’s professional commitment.  
 
H4. Transformational leadership on academic culture 
 
The C.R value of transformational leadership on academic culture was 3.627 (≥ 1.96) and 
p value ≤ 0.05, therefore it can be said this hypothesis was accepted or there was an effect of 
transformational leadership on academic culture.  
 
 
H6. Academic culture on self – engagement  
 
The C.R value of academic culture on self – engagement was 2.446 (≥ 1.96) and p value ≤ 
0.05, therefore it can be said this hypothesis was accepted or there was an effect of academic 
culture on self – engagement.  
 
The factor loading values on each relation among variables and factor loading values on 
each dimension were shown on the table below: 
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Table 1: Factor loading amongst variables 
      Factor loading 
Transformational leadership --> Academic culture 0.460 
Academic culture --> Self - engagement 0.765 
Transformational leadership --> Lecturer’s professional commitment  0.270 
Self - engagement --> Lecturer’s professional commitment 0.399 
 
Table 2: Factor loading on each dimension 
Variable Dimension Factor loading 
Lecturer’s professional commitment Dignity 0.888 
 Benefit 0.824 
Transformational leadership Visionary goals 0.807 
 Morale modeling 0.832 
 Wise 0.706 
Academic culture Academic outlook 0.659 
 Academic spirit 0.895 
 Academic ethic 0.760 
Self – engagement Cognitive engagement 0.645 
 Social engagement (Students) 0.715 
 Social engagement (Peers) 0.874 
 
Discussion 
There was positive and significant effect of transformational leadership on lecturer’s 
professional commitment. It means that transformational leadership directly influence the 
lecturer’s professional commitment. This result verifies the studies by Yu (2013), Endro, 
Budiyanto dan Suhermin (2017) and Almutairi (2015) which concluded a positive and significant 
effect of transformational leadership on lecturer’s professional commitment 
 
There was a non – significant effect of academic culture on lecturer’s professional 
commitment. A similar result of non – significant effect of academic culture on lecturer’s 
professional commitment was confirmed on Awan, Mahmood and Idrees (2014).  
A positive and significant effect of self – engagement on lecturer’s professional 
commitment. It means that self – engagement influence lecturer’s professional commitment 
directly and positively. This result ties well with the studies by Yalabik et al (2015), Eghlidi and 
Karimi (2016), Ogbuanya and Chukwuedo (2017) which had found that self – engagement has an 
impact on lecturer’s professional commitment.  
 
There was positive and significant effect of transformational leadership on academic 
culture. It means that transformational leadership influences academic culture. This result 
supported the studies by Purwana (2015), Akhtar et al (2010) and Awan et al (2014) which stated 
that leadership has a great influence to academic culture in order to achieved shared goals. 
 
There was a non – significant effect of transformational leadership on self – engagement. 
A similar result of non – significant effect of transformational leadership on self – engagement 
was confirmed on Kertiriasih, Sujana dan Suardika (2018). 
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There was positive and significant effect of academic culture on self – engagement. It means that 
every increased value of academic culture will increasing the self – engagement. This result 
supported the studies of positive and significant effect academic culture on self – engagement by 
Arifin et al (2014), Suharti and Suliyanto (2012). 
 
The findings of this study indicated that B-accreditation universities’ lecturers academic 
culture were not directly influence lecturer’s professional commitment. As Awan, Mahmood and 
Idrees (2014) determined in their study of that culture did not influence commitment of private 
university libraries employees in Pakistan. It verified that the characteristics of employees which 
include staff and lecturers in private universities seem dominant to have similar pattern. Culture 
needs to be flexible in a such working environment which they may work without feeling any 
burden (Habib, Aslam, Hussain, Yasmeen, & Ibrahim, 2014) and if it cannot achieve that state 
then it may have a weak culture which could faces of weak commitment as well. However the 
influence of academic culture to self – engagement is the strongest one, and followed by the 
influence of self – engagement to lecturer’s professional commitment. Based on that it seems that 
the academic culture in private universities may not be flexible but for individuals it put great 
effect through the academic spirits therefore it highlighted the influence of academic culture to 
engagement. A limitation of the current study it did not include the indirect effect between 
academic culture and lecturer’s professional commitment through self – engagement. Although, 
academic culture might indirectly influence lecturer’s professional commitment through self – 




A positive and significant effect of transformational leadership on lecturer’s professional 
commitment accounted for a factor loading of 0.270. A non – significant effect of academic culture 
on lecturer’s professional commitment. A positive and significant effect of self – engagement on 
lecturer’s professional commitment accounted for a factor loading of 0.399. A positive and 
significant effect of transformational leadership on academic culture accounted for a factor loading 
of 0.460 A non – significant effect of transformational leadership on self – engagement. A positive 




The university needs to provide help and clear guidance for lecturer, a career development 
and an ideal compensation for lecturer. Head of study program as a leader needs to be flexible, 
improve communication and self – control while dealing with lecturer by keeping limitation 
between them and lecturer. The university urged to facilitate and support lecturer to be productive 
on research and publishing journal by independently or collaboratively. The university is expected 
to accommodate lecturer with a proper infrastructure in order to boost their focus and can be eager 
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